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Non-government organizations are challenged with ineffective leadership due to 
leaders’ inappropriate management of emotions that lead towards unfavorable 
followers’ attitudes and behaviors. Therefore, this study is undertaken to examine the 
role of leaders’ emotions management towards leadership effectiveness. It aims to 
investigate the effect of leaders’ emotional labor strategies, emotional intelligence, and 
emotional consonance on followers’ attitudes (emotional engagement and positive 
emotional reactions) and behaviors (task performance and organizational citizenship 
behavior). It further scrutinizes the mediating effect of perceived transformational 
leadership and the moderating effect of perceived emotional sincerity. The target 
population was leaders and their direct followers in NGOs of Malaysia and Pakistan. 
Survey questionnaire method was employed, and data were collected from 374 and 383 
dyads (leader-follower) respectively by using cluster sampling. PLS-SEM was used for 
statistical analysis. Findings revealed that leaders’ emotions management played a 
significant role in shaping followers’ attitudes and behaviors that lead towards 
leadership effectiveness in NGOs. Leaders’ emotional labor strategies, emotional 
intelligence, and emotional consonance were related to perceived transformational 
leadership as well as followers’ attitudes and behaviors. Furthermore, perceived 
transformational leadership significantly mediated the relationship of leaders’ 
emotional labor strategies, emotional intelligence, and emotional consonance with 
followers’ attitudes and behaviors in both countries. Moreover, perceived emotional 
sincerity moderated the relationship of leaders’ emotional labor strategies with 
followers’ attitudes and behaviors in both Pakistani and Malaysian NGOs. Few 
relationships were found to be insignificant in both countries due to contextual factors 
and particular research settings. Multi-group comparison was also carried out in the 
study which signified that few relationships were significantly different due to cultural 
differences. This study enriches the body of knowledge by integrating leaders’ 
emotions with followers’ attitudes and behaviors. It also provides guidelines to NGOs 
regarding the management of their leaders’ emotions effectively. 
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Pertubuhan bukan kerajaan berhadapan dengan cabaran ketidak keberkesanan 
kepimpinan disebabkan oleh pengurusan emosi pemimpin yang membawa kepada 
sikap dan tingkah laku pengikut yang tidak memuaskan. Oleh yang demikian kajian ini 
dijalankan untuk menyelidik peranan pengurusan emosi pemimpin terhadap 
keberkesanan kepimpinan. Kajian ini bertujuan untuk menyelidik kesan strategi emosi 
pekerja, kecerdasan emosi, dan keselarasan emosi pemimpin terhadap sikap pengikut 
(penglibatan emosi dan tindak balas emosi positif) dan tingkah laku (prestasi tugas dan 
tingkah laku kewarganegaraan organisasi). Seterusya, kajian ini meneliti kesan 
pengantaraan tanggapan kepimpinan transformasi dan kesan penyederhanaan 
tanggapan keikhlasan emosi. Populasi sasaran adalah pemimpin dan pengikut langsung 
mereka dalam NGO di Malaysia dan Pakistan. Kaedah soal selidik telah digunakan, 
dan data dikumpul daripada 374 dan 383 diad (pemimpin-pengikut) masing-masing 
dengan menggunakan pensampelan kluster. PLS-SEM digunakan untuk analisis 
statistik. Hasil penemuan mendedahkan bahawa pengurusan emosi pemimpin 
memainkan peranan penting dalam membentuk sikap dan tingkah laku pengikut yang 
membawa kepada keberkesanan kepimpinan dalam NGO. Strategi emosi pekerja, 
kecerdasan emosi, dan keselarasan emosi pemimpin didapati mempunyai kaitan dengan 
tanggapan kepimpinan transformasi serta sikap dan tingkah laku pengikut. Di samping 
itu, tanggapan kepimpinan transformasi menjadi perantara yang penting dalam 
hubungan strategi emosi pekerja, kecerdasan emosi, dan keselarasan emosi pemimpin 
dengan sikap dan tingkah laku pengikut di kedua-dua negara. Selain itu, tanggapan 
keikhlasan emosi menyederhanakan hubungan di antara strategi emosi pekerja dengan 
sikap dan tingkah laku pengikut kedua-dua NGO di Pakistan dan Malaysia. Beberapa 
hubungan lain didapati tidak signifikan di kedua-dua negara disebabkan faktor 
kontekstual dan penetapan penyelidikan tertentu. Perbandingan berbilang kumpulan 
juga dijalankan dalam kajian ini yang menunjukkan bahawa beberapa hubungan 
didapati sangat berbeza disebabkan perbezaan budaya. Kajian ini memperkayakan 
intipati pengetahuan dengan mengintegrasikan emosi pemimpin dengan sikap dan 
tingkah laku pengikutnya. Kajian turut menyediakan garis panduan kepada NGO 
tentang pengurusan emosi pemimpin yang lebih berkesan. 
 
Kata kunci: Strategi emosi pekerja, kecerdasan emosi, keselarasan emosi, tanggapan 
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I am PhD Candidate in School of Business Management at Universiti Utara Malaysia and I 
am conducting a study to examine the role of leaders’ emotions management towards 
followers’ attitudes and behaviors. You are invited to participate in this study by completing 
the attached questionnaire and you need to response as a “Leader/Supervisor”. 
I hope you will take few minutes to complete this questionnaire. Without the help of people 
like you, research on this topic could not be conducted. Thank you for taking the time to assist 
me in my educational endeavors. I value your cooperation very highly. The survey comprises 
of different kind of questions. There is no right and wrong answer to the question. We are 
interested in your personal opinions. Your responses will be treated in strict confidence and 
will only be used for research purposes.  
The data collected will provide useful information regarding the role of leaders’ emotions 
management and followers’ attitudes behaviors in NGOs sector. 
Your participation is voluntary and there is no penalty if you do not participate. If you have 
any questions or concerns about completing the questionnaire or about participating in this 
study, you may contact me at (+92) 336-4627828 or at qasimalinisar@yahoo.com.   Thanking 
you in advance. 
Regards, 
Qasim Ali Nisar 
PhD Candidate 
School of Business Management 








SECTION A (BAHAGIAN A) 
I. The following are self-descriptive statements regarding perception on your 
emotional labor strategies which include surface acting and deep acting. Please 
indicate your responses by circling the number stated below. 
Pernyataan berikut menjelaskan diri anda tentang persepsi anda terhadap Strategi 
“emotional labor” yang merangkumi lakonan luaran and lakonan dalaman. Sila 

















1 2 3 4 5 
1 I put a “mask” in order to display appropriate emotions toward my 
subordinates. 
Saya meletakkan "topeng" untuk memaparkan emosi yang sesuai 
















2 I behave as an ‘actor’ in order to deal with subordinates in an 
appropriate way. 
Saya bertindak sebagai 'pelakon'  apabila  berurusan dengan orang 
















3 I fake an appropriate mood when interacting with subordinates. 
Saya menyembunyikan emosi yang sesuai apabila berinteraksi 
















4 I put on a “show” or “performance” when interacting with 
subordinates. 












5 I just pretend to have the emotions I need to display toward my 
subordinates. 
Saya hanya berpura-pura mempunyai emosi yang perlu untuk 




































1 2 3 4 5 
6 I show feelings to subordinates that are different from what 
I feel inside (actually). 
Saya menunjukkan perasaan yang berbeza daripada apa 
















7 I fake the emotions I show when dealing with subordinates. 
Saya menyembunyikan emosi saya apabila berurusan 
















8 I try to actually experience the emotions that I must show to 
my subordinates. 
Saya cuba untuk benar-benar mengalami emosi yang harus 
















9 I make an effort to actually feel the emotions that I need to 
display toward my subordinates. 
Saya berusaha untuk benar-benar merasai emosi yang saya 











10 I work at developing the feelings inside of me that I need to 
show to my subordinates. 
Saya berusaha membina perasaan dalaman saya dan perlu 
















11 I work hard to feel the emotions that I need to show to my 
subordinates. 
Saya berusaha keras untuk merasai emosi yang saya perlu 



















II. The following statements are regarding perception on your emotional intelligence 
which includes regulation of emotions, self-emotions appraisal, use of emotions and 
others-emotions appraisal. Please indicate your responses by circling the number as 
stated below. 
Pernyataan berikut adalah berkenaan dengan persepsi kepintaran emosi yang 
merangkumi peraturan emosi, penilaian emosi kendiri, penggunaan emosi and 
lain-lain penilaian emosi. Sila nyatakan maklum balas anda dengan membulatkan 
















1 2 3 4 5 
1 I have a good sense of why I have certain feelings most of 
the time. 
Saya memahami dengan baik mengapa saya mempunyai 
















2  I have good understanding of my own emotions. 











3 I really understand what I feel. 











4  I always know whether or not I am happy. 












5  I always know my friends’ emotions from their behavior. 












6  I am a good observer of others’ emotions. 
Saya pemerhati emosi yang baik. 
     
7  I am sensitive to the feelings and emotions of others. 
Saya sensitif terhadap perasaan dan emosi orang lain. 




















1 2 3 4 5 
8  I have good understanding of the emotions of people around 
me. 
Saya mempunyai pemahaman yang baik ke atas emosi 











9 I always set goals for myself and then try my best to achieve 
them. 
Saya sentiasa meletakkan matlamat untuk diri sendiri dan  











10  I always tell myself I am a competent person. 
Saya sentiasa memberitahu diri saya sendiri yang saya 











11  I am a self-motivated person. 











12  I would always encourage myself to try my best. 












13  I am able to control my temper and handle difficulties 
rationally. 












14  I am quite capable of controlling my own emotions. 











15  I can always calm down quickly when I am very angry. 











16 I have good control of my own emotions. 














III. Please indicate the degree of your agreement or disagreement about your emotional 
consonance by circling the number as stated below. 
Sila nyatakan tahap kesetujuan atau ketidaksetujuan anda tentang kesesuaian emosi 















1 2 3 4 5 
1 The emotions I express to my subordinates are genuine. 












2 The emotions I show my subordinates come naturally. 
Emosi yang saya tunjukkan kepada orang bawahan saya 











3 The emotions I show my subordinates match what I 
spontaneously feel. 
Emosi yang saya tunjukkan kepada orang bawahan saya 











4 I purposely use my natural emotions to influence my 
subordinates. 
Saya sengaja menggunakan emosi semula jadi saya untuk 











5 I am careful about the genuine emotions I show my 
subordinates. 
Saya berhati-hati dalam menunjukkan emosi sebenar 











6 I let my subordinates know how I really feel when it seems 
constructive. 
Saya membenarkan orang bawahan saya tahu  perasaan 















IV. The following are descriptive statements regarding your followers’ job performance 
which includes task performance and organizational citizenship behavior. Please 
indicate your evaluation of their performance under your supervision by circling the 
number stated below. 
Pernyataan berikut menjelaskan tentang prestasi kerja pengikut anda yang meliputi 
prestasi tugas dan kelakuan kewarganegaraan organisasi. Sila nyatakan penilaian 
anda terhadap prestasi kerja staf di bawah seliaan anda dengan membulatkan 





















1 2 3 4 5 
1 He/she fulfills all the responsibilities specified in his job 
description. 
Beliau memenuhi semua tanggungjawab yang ditentukan 











2 He/she consistently meets the formal performance 
requirements of his job. 






























1 2 3 4 5 
3 He/she conscientiously performs tasks that are expected to 
him. 












4 He/she adequately completes all his assigned duties. 












5 He/she performs essential duties of his job. 












6 He/she pays attention to aspects of the job that he obligated 
to perform. 
Beliau memberi perhatian  terhadap setiap aspek pekerjaan 











7 He/she willingly gives time to aid others who have work-
related problems. 
Beliau sanggup meluangkan masa untuk membantu orang 











8 He/she generally helps others who have heavy workloads. 
Beliau secara amnya membantu orang lain yang 











9 He/she generally takes time to listen to coworkers' problems 
and worries. 
Beliau secara amnya mengambil masa untuk mendengar 
masalah dan kebimbangan rakan sekerja. 
     
10 He/she passes along work-related information to coworkers. 
Beliau menyampaikan maklumat berkaitan kerja kepada 
rakan sekerja. 



























1 2 3 4 5 
11 He/she does things to promote the company. 












12 He/she works for the overall good of the company.  











13 He/she helps so that the company is a good place to be. 
Beliau membantu menjadikan syarikat sebagai  tempat 











14 He/she does thing that help others when it’s not part of the 
job. 
Beliau melakukan perkara yang membantu orang lain 



















SECTION B (BAHAGIAN B) 
The following information is required to assist us understand your responses. Please 
indicate your responses by circling the number stated below. 
Maklumat berikut diperlukan untuk membantu kami memahami maklum balas anda. 
Sila nyatakan maklum balas anda dengan membulatkan nombor yang berkenaan. 
Gender / Jantina :    
1.     Male / Lelaki                               
2.    Female /Perempuan 
 
Age Group / Kumpulan Umur:  
1. Up to 25 / 25 dan ke bawah         
2. 26-45 / 26-45 
3. 46-55 / 46-45             
4. 56+ / 56 dan ke atas 
 
Education / Pendidikan:   
1.Bachelor / Sarjana Muda              
2. Masters / Sarjana 
3. PhD / Doktor Falsafah            
4.  If other please specify / Jika lain-lain, nyatakan ________ 
 
Nature of employment / Corak Pekerjaan:   
1.  Contractual / Kontrak        
2. Permanent / Tetap 
3. Others / Lain-lain ________________ 
Length of service /  Tempoh Perkhidmatan:  
1.      up to 1 year / 1 tahun ke bawah   
2.     2-5years / 2 – 5 tahun      
3.      5-10years / 5-10 tahun            








I am PhD Candidate in School of Business Management at Universiti Utara Malaysia 
and I am conducting a study to examine the role of leaders’ emotions management 
towards followers’ attitudes and behaviors. You are invited to participate in this study 
by completing the attached questionnaire and you need to response as a 
“Follower/Subordinate”. 
I hope you will take  few minutes to complete this questionnaire. Without the help of 
people like you, research on this topic could not be conducted. Thank you for taking 
the time to assist me in my educational endeavors. I value your cooperation very 
highly. The survey comprises of different kind of questions. There is no right and 
wrong answer to the question. We are interested in your personal opinions. Your 
responses will be treated in strict confidence and will only be used for research 
purposes. he data collected will provide useful information regarding the role of 
leaders’ emotions management and followers’ attitudes and behaviors in NGOs sector. 
Your participation is voluntary and there is no penalty if you do not participate. If you 
have any questions or concerns about completing the questionnaire or about 
participating in this study, you may contact me at (+92) 336-4627828 or at 
qasimalinisar@yahoo.com.   Thanking you in advance. 
Regards, 
Qasim Ali Nisar 
PhD Candidate 
School of Business Management 






I. Please indicate the degree of your agreement or disagreement about your perception 
on transformational leadership. 
Sila nyatakan tahap kesetujuan atau ketidaksetujuan anda tentang persepsi anda 















1 2 3 4 5 
1 He/she instills pride in others. 













He/she goes beyond self-interest for the good of the group.  














He/she acts in ways that builds others. 












4 He/she displays a sense of power and confidence. 













He/she talks about most important values and beliefs. 
Beliau bercakap tentang  nilai dan kepercayaan yang paling 













He/she specifies the importance of having a strong sense of 
purpose.  














He/she considers the moral and ethical results of decisions 














He/she emphasizes the importance of having a collective 
sense of mission 































1 2 3 4 5 
9 He/she talks positively about the future. 











10 He/she talks excitedly about what needs to be accomplished.  












11 He/she clears a compelling vision of the future.  












12 He/she expresses confidence that goals will be achieved. 











13 He/she re-examines critical assumptions for correctness. 











14 He/she seeks different perspectives when solving problems. 












15 He/she gets others look at problems from many different angles. 
Beliau membuatkan orang lain melihat masalah daripada 











16 He/she suggests new ways of looking at how to complete 
assignments. 












17 He/she spends time teaching and coaching. 











18 He/she treats others as an individual rather than just as a member 
of a group. 
Beliau melayan orang lain sebagai seorang individu dan bukan 















II. Please indicate the degree of your agreement or disagreement about your perception 
on perceived emotional sincerity. 
Sila nyatakan tahap kesetujuan atau ketidaksetujuan anda tentang persepsi anda 

















1 2 3 4 5 
19 He/she considers an individual as having different needs, 
abilities, and aspirations from others. 
Beliau menganggap seseorang individu mempunyai 












20 He/she helps others to develop their strengths.  

























1 2 3 4 5 
1 My leader's emotions are credible. 











2 My leader shows his/her true feelings when dealing with me. 
Ketua saya menunjukkan perasaan beliau yang sebenar 











3 My leader is sincere about his/her emotions. 











4 My leader pretends or puts on an act about his/her emotions. 

















III. The following statements are about your emotional engagement. Please indicate 
your responses by circling the number as stated below.  
Pernyataan berikut adalah berkenaan penglibatan emosi anda. Sila nyatakan maklum 

















1 2 3 4 5 
5 My leader fakes his/her emotions and feelings. 











6 My leader uses fake emotions. 
























1 2 3 4 5 
1 My leader makes me enthusiastic. 











2 My leader makes me feel good. 











3 My leader makes me feel energetic. 











4 My leader makes me feel optimistic. 














IV. The following statements are about your positive emotional reactions. Please 
indicate your responses by circling the number as stated below.  
Pernyataan berikut adalah berkenaan reaksi emosi positif anda. Sila   nyatakan 
























1 2 3 4 5 
1 My leader makes me enthusiastic. 











2 My leader makes me feel good. 











3 My leader makes me feel energetic. 











4 My leader makes me feel optimistic. 














SECTION B (BAHAGIAN B) 
The following information is required to assist us understand your responses. Please 
indicate your responses by circling the number stated below. 
Maklumat berikut diperlukan untuk membantu kami memahami maklum balas anda. 
Sila nyatakan maklum balas anda dengan membulatkan nombor yang berkenaan. 
 
 
Gender / Jantina :    
1.     Male / Lelaki                               
2.    Female /Perempuan 
 
Age Group / Kumpulan Umur:  
1. Up to 25 / 25 dan ke bawah         
2. 26-45 / 26-45 
3. 46-55 / 46-45             
4. 56+ / 56 dan ke atas 
 
Education / Pendidikan:   
1.Bachelor / Sarjana Muda              
2. Masters / Sarjana 
3. PhD / Doktor Falsafah            
4.  If other please specify / Jika lain-lain, nyatakan ________ 
 
Nature of employment / Corak Pekerjaan:   
1.  Contractual / Kontrak        
2. Permanent / Tetap 
3. Others / Lain-lain ________________ 
Length of service /  Tempoh Perkhidmatan:  
1.      up to 1 year / 1 tahun ke bawah   
2.     2-5years / 2 – 5 tahun      
3.      5-10years / 5-10 tahun            




Appendix III: Survey Questionnaire for Leaders (Pakistan) 
 سوالنامہ سروے کا
 حصہ )اے(
 عزیز جواب دہندگان،
میں یونیورسٹی اُتارا م�ئیشیا کے سکول آف بزنس مینیجمنٹ میں پی ایچ ڈی کا امیدوار ہوں اور  
میں "غیر سرکاری تنظیموں میں قیادت کی تاثیر کے لیے رہنماؤں کے اپنے جذبات کی مینیجمنٹ کے کردار 
ک سوالنامے کو مکمل کرکے اس مطالعہ میں حصہ لینے کے لئے کا جائزہ لے رہا ہوں". آپ کو ا س منسل
 مدعو کیا جاتا ہے اور آپ "راہنما" کے طور پر جواب دیں.
مجھے امید ہے کہ آپ کو اس سوالنامے کو مکمل کرنے کے لیے چند منٹ لگیں گے. آپ جیسے لوگوں کی 
 تعلیمی کوششوں میں مدد کرنے میں وقتمدد کے بغیر، اس موضوع پر تحقیق نہیں کی جاسکتی ہے. میری 
نکالنے پر آپ کا شکریہ۔ میں آپکے تعاون کی بہت زیادہ قدر کرتا ہوں. سروے مختلف قسم کے سوا�ت پر 
مشتمل ہے. سوال کا کوئی صحیح اور غلط جواب نہیں ہے. میں آپ کی ذاتی رائے میں دلچسپی رکھتا ہوں. 
اور صرف تحقیق کے مقاصد کے لئے استعمال کیا جائے  گا ۓآپ کے جوابات کو مکمل راز میں رکھا جا
 گا.
اعداد و شمار غیر سرکاری تنظیموں میں رہنماؤں کے اپنے جذبات کی مینجمنٹ اور ماتحتوں  ۓکئے گ جمع
 کے رویوں کے طرز عمل کے کردار کے بارے میں مفید معلومات فراہم کرے گا۔
نہیں کرتے تو کوئی حرج نہیں ہے. اگر آپ کے پاس آپ کی شرکت رضاکارانہ ہے اور اگر آپ شرکت 
سوالنامہ مکمل کرنے یا اس مطالعہ میں حصہ لینے کے بارے میں کوئی سوا�ت یا خدشات ہیں تو، آپ مجھ 





Qasim Ali Nisar 
Ph.D. Candidate 
School of Business Management 



























I put a “mask” in order to display appropriate 
emotions toward my subordinates.  
ظاہر کرنے کے  کی جانب مناسب جذبات کو ماتحتوں میں اپنے 
ک" ڈال  تا ہوں۔لئے "ماس
1 2 3 4 5 
I behave as an ‘actor’ in order to deal with 
subordinates in an appropriate way.  
یے ل کے ساتھ نمٹنے کے  ماتحتوںسے  قےیمناسب طر کیا ںیم
 کرتا ہوں۔'اداکار' کے طور پر برتاؤ  کیا
1 2 3 4 5 
I fake an appropriate mood when interacting with 
subordinates.  
غیر  کے ساتھ بات چیت کرتے وقت میں ایک مناسب  ماتحتوں
 ۔کرتا ہوں حقیقی رویہ اختیار 
1 2 3 4 5 
I put on a “show” or “performance” when 
interacting with subordinates.  
 اداکاری کرتا ہوں۔ کے ساتھ بات کرتے وقت میں  ماتحتوں
1 2 3 4 5 
I just pretend to have the emotions I need to display 
toward my subordinates. 
ہوں جو مجھے اپنے  ظاہر کرتا جذبات کو  نمیں صرف ا 
 ۔کرنے کی ضرورت ہے و ظاہرماتحتوں ک
1 2 3 4 5 
I show feelings to subordinates that are different 
from what I feel inside (actually).  
میں ماتحتوں کے ساتھ ان جذبات کا اظہار کرتا ہوں جو میں 
 محسوس نہیں کرتا۔
1 2 3 4 5 
I fake the emotions I show when dealing with  
subordinates.  
رتا کظاہر  جذبات سے بات کرتے وقت غیر حقیقی  ماتحتوںمیں 
 ہوں.





I try to actually experience the emotions that I must 
show to my subordinates.  
کرنے کی کوشش  حاصل  میں ایسے جذبات کا تجربہ درحقیقت
 پر �زمی ظاہر کرنے چاہیے۔ ماتحتوںکرتا ہوں جو مجھے اپنے 
 
 


























I make an effort to actually feel the emotions that I 
need to display toward my subordinates. 
میں ایسے جذبات کو محسوس کرنے کی کوشش کرتا  درحقیقت
 کو دکھانے کی ضرورت ہے۔ ماتحتوںہوں جو مجھے اپنے 
1 2 3 4 5 
I work at developing the feelings inside of me that 
I need to show to my subordinates 
کرتا ہوں کہ وہ  پر کامکو فروغ دینے  احساساتمیں اپنے اندر  
 ۔کو دکھانے کی ضرورت ہے ماتحتوںمجھے اپنے 
1 2 3 4 5 
I work hard to feel the emotions that I need to show 
to 
my subordinates.  
میں جذبات کو محسوس کرنے کے لئے سخت محنت کرتا ہوں 
 ۔دکھانے کی ضرورت ہے  کو ماتحتوںجو مجھے  میرے 
1 2 3 4 5 
Leaders’ Emotional Intelligence  
I have a good sense of why I have certain feelings 
most of the time.  
ادہ تر کیا محسوس مجھے اس بات کی اچھی سمجھ ہے کہ میں زی
 کرتا ہوں۔
1 2 3 4 5 
 I have good understanding of my own emotions.  
 وں۔ہ تابہتر سمجھ کوجذبات  ےاپن یںم
1 2 3 4 5 
I really understand what I feel.  
 ۔ہوںمیں سمجھتا ہوں کہ میں کیا محسوس کرتا 
1 2 3 4 5 
 I always know whether or not I am happy.  
 معلوم ہوتا ہے کہ میں خوش ہوں یا نہیں۔ جھےم
1 2 3 4 5 
 I always know my friends’ emotions from their 
behavior.         
 رویے سے جان کو انکے  جذبات میں ہمیشہ اپنے دوستوں کے 
 ۔ہوں لیتا 
1 2 3 4 5 
 I am a good observer of others’ emotions.  
ک اچھا مبصر ہوںں کمیں دوسرو  ۔ی جذبات کا ای
1 2 3 4 5 
 I am sensitive to the feelings and emotions of 
others.  





























 I have good understanding of the emotions of 
people around me.  
 ہوں۔ تاسمجھ طرح اچھیکو  جذبات  ےلوگوں ککے ارد گرد  یںم
1 2 3 4 5 
 I always set goals for myself and then try my best 
to achieve them. 
اور پھر ان کو  کرتا ہوںر ہمیشہ اپنے لئے اہداف مقر میں  
 کرتا ہوں۔ پوری کوشش   اصل کرنے کے لئے اپنیح
1 2 3 4 5 
 I always tell myself I am a competent person.  
ک قابل شخص ہوںمیں ہمیشہ اپنے آپ کو بت  ۔اتا ہوں کہ میں ای
1 2 3 4 5 
 I am a self-motivated person.  
ک پرعزم شخص ہوں۔ میں   ای
1 2 3 4 5 
 I would always encourage myself to try my best.  
حوصلہ افزائی کرتا  ے لیے اپنی کشش بھرپور کو میں ہمیشہ
 ۔ہوں
1 2 3 4 5 
 I am able to control my temper and handle 
difficulties rationally.  
ر معقول طور پر او پر قابو پانا جانتا ہوں میں اپنے مزاج
 لیتا ہوں۔ و سنبھالمش��ت ک
1 2 3 4 5 
 I am quite capable of controlling my own 
emotions.  
 میں اپنے جذبات کو کنٹرول کرنے کے قابل ہوں.
1 2 3 4 5 
 I can always calm down quickly when I am very 
angry.  
 ا ہو جات پرسکون ہمیشہ جلد میں انتہائی غصہ کی صورت میں 
 ۔ہوں
1 2 3 4 5 
I have good control of my own emotions.  
 پر اچھا  عبور حاصل ہے۔ اپنے جذبات  جھے م
1 2 3 4 5 
Leaders’ Emotional Consonance  
The emotions I express to my subordinates are 
genuine. 
 کا اظہار کرتا ہوں۔جذبات  میں اپنے ماتحتوں کے ساتھ حقیقی  
1 2 3 4 5 
The emotions I show my subordinates come 
naturally.  





























The emotions I show my subordinates match what I 
spontaneously feel.  
میں جو جذبات محسوس کرتا ہوں وہی اپنے ماتحتوں پر ظاہر 
 کرتا ہوں۔
1 2 3 4 5 
I purposely use my natural emotions to influence 
my subordinates 
ے کاثر انداز کرنے  کو  ماتحتوںاپنے  جذبات  حقیقی اپنے میں  
 ۔استعمال کرتا ہوں لیے
1 2 3 4 5 
I am careful about the genuine emotions I show my 
subordinates. 
 ہوں جو میں اپنے محتاط حقیقی جذبات کے بارے میں اپنے میں  
 ۔ہوںتا پر ظاہر کر ماتحتوں
1 2 3 4 5 
I let my subordinates know how I really feel when 
it seems constructive 
 ماتحتونکو بتاتامیں اپنے تو  جب مجھے کچھ بھی مفید لگے  
 ۔ہوں 
1 2 3 4 5 
I am selective about the genuine emotions I show 
my subordinates.  
 ظاہر ماتحتوں پر  صرف مخصوص حقیقی جذبات کو اپنےمیں 
 ۔کرتا ہوں
1 2 3 4 5 
I show my subordinates my genuine emotions  
 ۔ںہوکرتا  کا اظہار اپنے حقیقی جذبات  پر  ماتحتوںمیں اپنے 
1 2 3 4 5 
Followers’ Task Performance  
He fulfills all the responsibilities specified in his 
job description.  
و پورا ک وںیکردہ تمام ذمہ دار انیب ںیم ��یتفص یوہ اپنے کام ک
 ۔کرتا ہے
1 2 3 4 5 
He consistently meets the formal performance 
requirements of his job.  
ورا کو پ اتیضرور یک یکارکردگ یرسم یوہ مسلسل اپنے کام ک
 ۔کرتا ہے
1 2 3 4 5 
He conscientiously performs tasks that are expected 
to him.  
 یسے توقع کی جات اس سے کام کرتا ہے جو  اچھے طریقے وہ 
 ۔ہے
1 2 3 4 5 
He adequately completes all his assigned duties.  
رتا ک تمام تفویض فرائض کو مناسب طریقے سے مکمل وہ اپنے 
 ہے۔
 



























He performs essential duties of his job.  
 ۔انجام دیتا ہےسرام کے �زمی فرائض وہ اپنے ک
1 2 3 4 5 
He pays attention to aspects of the job that he 
obligated to perform. 
انجام  سر اس نے وام کے پہلوؤں پر توجہ دیتا ہے جوہ اس ک 
 نا ہوتا ہے۔دی
1 2 3 4 5 
 
Followers’  Organizational Citizenship Behaviors   
He willingly gives time to aid others who have 
work-related problems.  
ہ وکو حل کرنے کے لیے   کام سے متعلقہ مسائل  کے دوسروں
 نکالتا ہے۔ وقت   خوشی سے
1 2 3 4 5 
He generally helps others who have heavy 
workloads. 
 جن کے پاس زیادہ کام ہوتا ہے ۔ کرتا ہےکی مدد  ان  موما وہع   
1 2 3 4 5 
He generally takes time to listen to coworkers' 
problems and worries.  
ے کو سننے ک پریشانیوںوہ عام طور پر ساتھیوں کے مسائل اور 
 ۔لیتا ہے نکال لئے وقت
1 2 3 4 5 
He passes along work-related information to 
coworkers. 
 فراہم کرتا ہے۔ کو کام سے متعلق معلومات  اپنے ساتھیوں وہ 
1 2 3 4 5 
He does things to promote the company.  
 ۔کرتا ہے کام  وہ کمپنی کو فروغ دینے کے لئے 
1 2 3 4 5 
He works for the overall good of the company.   
 ۔کے لئے کام کرتا ہےکے مفاد  مپنی ر کوہ مجموعی طور پ
1 2 3 4 5 
He helps so that the company is a good place to be  
کمپنی کو ایک اچھے مقام پر پہنچانے میں وہ اپنا کردار ادا کرتا 
 ہے۔
1 2 3 4 5 
He does thing that help others when it’s not part of 
the job. 
وں میں مدد کرتا ہے جو رسمی معم�ت دوسروں کی ان کام وہ  
 کا حصہ نہیں۔




Appendix IV: Survey Questionnaire for Followers (Pakistan) 
 سروے کا سوالنامہ
 
 حصہ )بی(
 عزیز جواب دہندگان،
میں یونیورسٹی اُتارا م�ئیشیا کے سکول آف بزنس مینیجمنٹ میں پی ایچ ڈی کا امیدوار ہوں اور  
ں "غیر سرکاری تنظیموں میں قیادت کی تاثیر کے لیے رہنماؤں کے اپنے جذبات کی مینیجمنٹ کے کردار می
ک سوالنامے کو مکمل کرکے اس مطالعہ میں حصہ لینے کے لئے  کا جائزہ لے رہا ہوں". آپ کو اس منسل
 مدعو کیا جاتا ہے اور آپ "ماتحت" کے طور پر جواب دیں.
سوالنامے کو مکمل کرنے کے لیے چند منٹ لگیں گے. آپ جیسے لوگوں کی  مجھے امید ہے کہ آپ کو اس
مدد کے بغیر، اس موضوع پر تحقیق نہیں کی جاسکتی ہے. میری تعلیمی کوششوں میں مدد کرنے میں وقت 
نکالنے پر آپ کا شکریہ۔ میں آپکے تعاون کی بہت زیادہ قدر کرتا ہوں. سروے مختلف قسم کے سوا�ت پر 
سوال کا کوئی صحیح اور غلط جواب نہیں ہے. میں آپ کی ذاتی رائے میں دلچسپی رکھتا ہوں.  مشتمل ہے.
اور صرف تحقیق کے مقاصد کے لئے استعمال کیا جائے  گا ۓآپ کے جوابات کو مکمل راز میں رکھا جا
 گا.
توں ور ماتحاعداد و شمار غیر سرکاری تنظیموں میں رہنماؤں کے اپنے جذبات کی مینجمنٹ ا ۓکئے گ جمع
 کے رویوں کے طرز عمل کے کردار کے بارے میں مفید معلومات فراہم کرے گا۔
آپ کی شرکت رضاکارانہ ہے اور اگر آپ شرکت نہیں کرتے تو کوئی حرج نہیں ہے. اگر آپ کے پاس 
سوالنامہ مکمل کرنے یا اس مطالعہ میں حصہ لینے کے بارے میں کوئی سوا�ت یا خدشات ہیں تو، آپ 




Qasim Ali Nisar 
Ph.D. Candidate 
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Perceived Transformational Leadership 
He instills pride in others 
 وہ دوسروں پر فخر کرتا ہے 
1 2 3 4 5 
He goes beyond self-interest for the good of the 
group.   
وہ دوسروں کی ب��ئی کے لیے اپنے ذاتی مفاد کو پس پردہ ڈال 
 دیتا ہے۔
1 2 3 4 5 
He acts in ways that builds others  
 وہ ایسے طریقے سے کام کرتا ہے جو دوسروں کو نکھارتا  ہے
1 2 3 4 5 
He displays a sense of power and confidence  
 وہ پختگی اور اعتمادگی کا احساس د�تا ہے۔
1 2 3 4 5 
He talks about most important values and beliefs.  
 بارے میں بات کرتا ہے۔وہ سب سے اہم اقدار اور نظریات کے 
1 2 3 4 5 
He specifies the importance of having a strong  
sense of purpose.  
 وہ مقصدیت کی اہمیت بیان کرتا ہے۔ 
1 2 3 4 5 
He considers the moral and ethical results of 
decisions  
 وہ فیصلوں کے ا��قی نتائج کو ملحوظ خاطر رکھتا ہے۔
1 2 3 4 5 
He emphasizes the importance of having a collective 
sense of mission  
 وہ اجتماعی مقاصد کا احساس رکھنے کی اہمیت پر زور دیتا ہے۔
1 2 3 4 5 
He talks positively about the future.  
 وہ مستقبل کے بارے میں مثبت طور پر بات کرتا ہے۔
1 2 3 4 5 
 
He talks excitedly about what needs to be 
accomplished.  
وہ مقاصد کو حاصل کرنے کے لیے پرجوش طریقے میں بات 
 کرتا ہے۔
1 2 3 4 5 
He clears a compelling vision of the future.  
 وہ مستقبل کے بارے میں نقطہ نظرکو واضع کرتا ہے. 
 
 


























He expresses confidence that goals will be achieved  
 وہ اعتماد کا اظہار کرتا ہے کہ اہداف حاصل کیے جائیں گے۔ 
1 2 3 4 5 
He re-examines critical assumptions for correctness   
 ہتری کے لیے اہم مفروضات کا تنقیدی جائزہ لیتا ہے۔ وہ ب
1 2 3 4 5 
He seeks different perspectives when solving 
problems.   
وہ مسائل کو حل کرنے کے دوران مختلف نقطہ نظر طلب کرتا  
 ہے۔
1 2 3 4 5 
He gets others look at problems from many different 
angles.   
وں کو مختلف زاویہ سے مشک�ت کا جائزہ لینے کا کہتا وہ دوسر
 ہے۔ 
1 2 3 4 5 
He suggests new ways of looking at how to 
complete assignments. 
 وہ کام کو پورا کرنے کے نت نئے طریقے تجویز کرتا ہے۔  
1 2 3 4 5 
He spends time teaching and coaching.   
 ت دیتا ہے۔تدریس  ہدایت کے لیے وق
1 2 3 4 5 
He treats others as an individual rather than just as a 
member of a group. 
 کسلو انفرادی ۓوہ دوسروں سے کسی گروپ کر کارکن کی بجا
 ہے۔ کرتا
1 2 3 4 5 
He considers an individual as having different needs, 
abilities, and aspirations from others. 
وہ سمجھتا ہے کے ہر فرد کی مختلف ضروریات، ��حیتیں اور  
 خواہشات ہیں۔
1 2 3 4 5 
He helps others to develop their strengths.   
 وہ  دوسروں کی خوبیوں کو فروغ دینے میں مدد کرتا ہے۔
1 2 3 4 5 
Perceived Emotional Sincerity 
My leader's emotions are credible. 
 .میرے رہنما کے جذبات قابل اعتماد ہیں۔
1 2 3 4 5 
My leader shows his/her true feelings when dealing 
with me.  
میرا رہنما میرے ساتھ معم�ت میں حقیقی احساسات کو ظاہر کرتا 
 ہے۔
1 2 3 4 5 
My leader is sincere about his/her emotions.  
 کے بارے میں مخلص ہے۔میرا رہنما اپنے جذبات 



























My leader pretends or puts on an act about his/her 
emotions.(R) 
 تا ہے۔ میرا رہنما اپنے جذبات کی عکاسی میں اداکاری کر 
1 2 3 4 5 
My leader fakes his/her emotions and feelings. (R)  
 میرا راہنما غیر حقیقی جذبات اور احساسات رکھتا ہے۔
1 2 3 4 5 
My leader uses fake emotions. (R)  
 میرا رہنما غیر حقیقی جذبات کا استعمال کرتا ہے۔
1 2 3 4 5 
Followers’ Emotional Engagement  
I really put my heart into my job.   
 میں دل سے اپنا کام کرتا ہوں۔
1 2 3 4 5 
I get excited when I perform well on my job.   
اپنے کام میں اچھی کارکردگی پر میں بہت پر جوش ہوتا 
 ہوں۔
1 2 3 4 5 
I often feel emotionally detached from my job  
ک نہیں میں اکثر خود کو  اپنے کام سے جذباتی طور پر منسل
 کر پاتا۔
1 2 3 4 5 
My own feelings are affected by how well I 
perform my job.  
کام میں اچھی کارکردگی سے میرے احساسات متاثر ہوتے 
 ہیں.
1 2 3 4 5 
Followers’ Positive Emotional Reactions  
My leader makes me enthusiastic.   
 میرے راہنما کی موجودگی  مجھے  پرجوش کرتی ہے.
1 2 3 4 5 
My leader makes me feel good.  
میرے راہنما کی موجودگی  مجھے  خوشگوار احساس د�تی 
 ہے۔
1 2 3 4 5 
My leader makes me feel energetic.  
 میرا رہنما مجھے  متحرک کرتا ہے۔
1 2 3 4 5 
My leader makes me feel optimistic.  
 میرا رہنما مجھے پرامید محسوس کرواتا ہے۔









Appendix VI: Permohonan Untuk Mendapat Senarai Nama-Nama 






Appendix VII: List of NGOs from Pakistan 
 
PUNJAB 




SOCIAL WELFARE SOCIETY 
 






ASSOCIATION FOR NETWORK FOR COMMUNITY EMPOWERMENT - 
(ACNE)  
 







LAHORE EDUCATIONAL & WELFARE SOCIETY 
 






INDUS FOUNDATION FOR HUMAN DEVELOPMENT 
 






SOCIAL ADVOCACY NETWORK PAKISTAN 
 







UMANG DEVELOPMENT FOUNDATION 
 
D-4, E-123, Almadni Sanitary Store, Street Near Main Bazar, 






PEOPLES CARE FOUNDATION 
 
House No. 46/a, Rafiq Street No. 2, Nawan Kot Chowck 






WOMEN HEALTH AND VOCATIONAL FOUNDATION 
 






WOMEN ADVANCEMENT AND DEVELOPMENT ASSOCIATION. 
 






SOCIETY FOR ADVANCEMENT, TRANSFORMATION AND HARMONY 
 






SOCIETY FOR DEMOCRACY AND HUMAN DEVELOPMENT 
 












RESEARCH BASED ASSOCIATION FOR THE ADVANCEMENT OF 
SOCIETY 
 







AL-NISA WELFARE ORGANIZATION 
 
Al-Nisa welfare organization Street # 1,near madina masjid 
 






HUMAN DEVELOPMENT ORGANIATION 
 






SOCIAL HELP & RESEARCH ORGANIZATION 
 







NATIONAL ORGANIZATION FOR SOCIAL DEVELOPMENT 
 
First Floor, House No.83/B, Ehsan Awan Block, Phase-I, Sajid 






RURAL DEVELOPMENT ORGANIZATION 
 






















HUMAN WELFARE SOCIETY 
 















KHIDMAT-E-KHALQ WELFARE SOCIETY 
 







WOMEN DEVELOPMENT FOUNDATION 
  
 





















SHINE HUMANITY ENCOURAGEMENT & DEVELOPMENT 
ORGANIZATION 
 






PAKISTAN YOUNG COUNCIL MULTAN 
 







COMMUNITY DEVELOPMENT ORGANIZATION 
 
 







SOCIETY OF AWARENESS AND DEVELOPMENT FOR ALL 
 






PARAGON WELFARE ANDDEVELOPMENT COUNCIL 
 
H. # 4 Street # 3 , Peer Manzoor Colony Street , Behind Niaz Pump 






PEOPLES WELFARE COUNCIL 
 






SAFEED POSH WELFARE SOCIETY  
 






SERVING ALL THE HUMAN  
 






GREEN PAK WELFARE SOCIETY  
 






ADAM WELFARE FOUNDATION PAKISTAN  
 






UMEED WELFARE ORGANIZATION 
 






PAK DEVELOPMENT ORGANIZATION 
 







AL-NISA WELFARE SOCIETY 












AKHUWAT DEVELOPMENT FOUNDATION  
 
Akhuwat development foundation jandiala sher khan Road Chak 






COMMUNITY HOSTAGE INDIGENT NASTY WOMEN AID GUILD 
 
Chinwag House 120-Gulberg Town Post Code No. 57070 ( Kot 






CONSTITUENCY RELATIONSHIP GROUP  
 






SAHARA WELFARE ASSOCIATION, PAKPATTAN. 
 
Qasoori House, Street Tameer-e-Millat Model School, Naee Abadi, 






HUMAN RESOURCE DEVELOPMENT SOCIETY  
 






HUMAN RESOURCE DEVELOPMENT & FORMER SUPPORT COUNCIL 
 







SOCIAL DEVELOPMENT FOUNDATION PAKPATTAN 
 






INITIATIVE FOR THE PARTICIPATORY DEVELOPMENT THROUGH 
PEACE 
 







ISLAMIC  WELFARE SOCIETY 
 
Islamic  Welfare Society Chack 100/p Taranda Saway Kan RYK, 







SAMAJ DEVELOPMENT FOUNDATION 
 














ASSOCIATION FOR PEACE & PROSPERITY 
 

















PIARA PAKISTAN SOCIAL WELFARE SOCIETY 
 







KOHSAR WELFARE &EDUCATIONAL SOCIETY  
 






SOCIETY FOR SUSTAINABLE DEVELOPMENT 
 






ORGANIZATION FOR INTEGRATED AND SUSTAINABLE 
DEVELOPMENT 
 







HUMAN RESOURCE DEVELOPMENT SOCIETY 
 






SOCIO-LEGAL ANCHORS FOUNDATION 
 






POVERTY ALLEVIATION AND SUSTAINABLE DEVELOPMENT 
ORGANIZATION 








SOCIAL JUSTICE & DEVELOPMENT INSTITUTE 
 
Office # 202, 2nd Floor Dossul Arcade East Block E, Jinnah 







Sr.# Name of NGOs Address District 
 
1 KHIDMAT KHALQ FOUNDATION  Universal Complex Basement Ground Office 12 ma Jinnah Quetta  Quetta 
 
2 Ã‚Â CENTRE FOR RESEARCH & DEVELOPMENT BALOCHISTAN (SCAMB)Engineering Institute Zarghoon Rd flat 11,  Quetta. Quetta 
 
3 HUMAN ORGANIZATION FOR PEACEFUL ENVIRONMENT B choke, Malik Afzal Banglor,Spini Road Quetta Quetta 
 




HUMANITARIAN SURVIVAL AND PROMOTION ORGANIZATION  




WOMEN WELFARE ORGANIZATION FOR WOMEN 
 
Winder welfare organization Care of Doctor Rahila Habib Civil 
Hospital Winder,Lasbela. Lasbela 
 
7 HEALTH DEVELOPMENT SOCIETY 
 
C/o Killi Haji Dad M. Zarkoon Oryani Distt. Kholu  Balochistan Kohlu 
 
8 
EDUCATION HEALTH AND SOCIAL ACTIVITIES FOR SOCIETY  
 
Ward no 5 nazd railway phatak Ehsas Balochistan Office Dera 
Murad Jamali Balochistan.             04-05-2012     Nasirabad 
 
9 
SUBHO-NU-WELFARE SOCIETY BALOCHISTAN 
Subho-nu-Welfare Society pobox manji pur tehsil sohbatpur 
district jafarabad Balochistan.           Jafarabad 
 
10 
GHAREEB AWAM DEVELOPMENT ORGANIZATION 
 
Care of Murabba photo state Opposite telephone exchange,Dera 
Allah yar ,Tehsil Jhat pat,Disst Jaffarabad Balochistan Jafarabad 
 
11 RURAL ORGANIZATION FOR AWARENESS AND DEVELOPMENT 
  




12 ZULAM TORE FALAHI TANZIM 
Azizulla Bajkani Sadar Zulumtore Falahi Tanzeem Post Office 







Sr.# Name of NGOs Address District 
 
1 PEACE & DEVELOPMENT FOUNDATION 
Infront of Deans appartments,Old Bara Road,University Town 
Peshawar Peshawar 
 
2 INITIATIVE FOR SOCIAL TRANSFORMATION   H.No: 26, Jamal ud Din Afghani Road, University Town, Peshawar Peshawar 
 
3 AGHAZ INITIATIVES TOWARDS DEVELOPMENT  
Upper Portion ,In front of Deans appartments,Old Bara Road, 
University Town Peshawar Peshawar 
 
4 
RABTA ORGANIZATION FOR WOMEN EMPOWERMENT & CHILD 
PROTECTION 
H # 2-B, Sarwar Street # 3, Sarwar Colony, Gulberg # 1, Peshawar 
Cantt, KP, Pakistan Peshawar 
 
5 SOCIETY FOR HUMAN EMPOWERMENT & DEVELOPMENT  
3rd Nasim Jan Sher Flats, Near  CIA Police Station,Gulberg III, 
Peshawar. Peshawar 
 
6 COMMUNITY WELFARE ORGANIZATION  
CWO office, Mohallah Haji abad, near railway phattak, Shaidu, 
Nowshera. Nowshera 
 
7 YOUTH CATALYST-PAKISTAN 
Nowshera Office Address: Malik Abad near G.T Road, Kabal 
River, Nowshera Kalyan,  Nowshera 
 
8 
CHARSADA WOMEN ORGANIZATION    
New Shams Abad, Gali Tarkanan, Mardan Road,  Tehsil and 
,District Charsadda. Charsadda 
 
9 HAMDARD DEVELOPMENT ORGANIZATION     Nissata  Mohallah Usmania, Village Nissata, District Charsadda. Charsadda 
 
10 ALFALAH WELFARE ORGANISATION    Nowdiha Market, Dosehra Chowk, Sugar Mill Road, Mardan. Mardan 
 
11 NAYA SOCH WELFARE ORGANIZATION MARDAN     Mohallah Doctor Nawab Ali, Bank Road, District Mardan.      Mardan 
 
12 
ORGANIZATION FOR SUSTAINABLE DEVELOPMENT AND SOCIAL 
INTEGRATION  Village and Post Office Kaddi,Tehsil & Distt: Swabi Swabi 
 














C-29 Mezzanine Floor, Street 24, Tauheed Commercial Area, Phase 







INITIATOR HUMAN DEVELOPMENT FOUNDATION 
 








EDUCATION & CHILD WELFARE TRUST 
 
B-58 lakhani pride block 14 gulistan-e-jouhor, opposite rabia city   





THE PEACE ORGANIZATION 




HOPE FOR LIFE ORGANIZATION 









COMMUNITY DEVELOPMENT FOUNDATION PAKISTAN 






SAATH WELFARE ASSOCIATION 
Village And P.O Mashaikh Taluka Sakrand District Shaheed 





SINDHICA REFORMS SOCIETY 
 
Head Office: Sindhica Reforms Society, House No: A 1350 , Near 





SEWA DEVELOPMENT TRUST SINDH 
 





HUMAN RESOURCE ORGANIZATION HRO office Village Khuwaja PO Ahmed Pur Taluka Kangri 



















12 ABDUL KARIM GADAI SOCIAL WELFARE AND DEVELOPMENT 
ASSOCIATION 






ALISHA WOMEN DEVELOPMENT SOCIETY SINDH  






HAMDARD DEVELOPMENT FOUNDATION  
Opposite Shaikh Rice  Mill, Station Road, Thul, PO & Taluka Thul, 




HUMAN FRIENDS SOCIAL WELFARE ORGANIZATION  Village Kanga Taluka Larkana Larkana 
 
16 
SINDH DHARTI SOCIAL DEVELOPMENT ORGANIZATION Old Power House  Larkana 
 
17 
AFSHAN WOMEN SOCIAL WELFARE & EDUCATIONAL ASSOCIATION  Taluka P.Akil Sukkur 
 
18 
SINDH EDUCATIONAL AND ENVIRONMETAL DEVELOPMENT 
ORGANIZATION 
Junejo Muhalla, Post Office And Town Bagarji, Pakistan Sukkur 
 
19 




SHADE WELFARE ASSOCIATION  





DEVELOPMENT & WOMEN ADVOCACY NET WORK SHIKARPUR Jalbani Mohallah, Railway Station Road, Shaikarpur. Shikarpur 
 
22 
SOCIETY FOR COMMUNITY EMPOWERMENT AND DEVELOPMENT 
(SCED) 
 







Appendix VIII: List of NGOs from Malaysia 
PAHANG 






PERSATUAN WANITA KRISTIAN KUANTAN PAHANG (YOUNG 











PERSATUAN WANITA TAMIL KUANTAN, PAHANG (KUANTAN 







NO. E-661, JALAN KAMPUNG 
TENGAH, LORONG  




PERSATUAN INDUSTRI KECIL DAN SEDERHANA WANITA DAERAH 



















TINGKAT BAWAH, BANGUNAN 




PERSATUAN USAHAWAN WANITA BUMIPUTRA MALAYSIA ( 








NO. A-21-1, LORONG TUN ISMAIL 9, 




PERSATUAN WANITA INDIA KUANTAN, PAHANG (KUANTAN 




























B-16, 1st FLOOR, LORONG SG. ISAP 



















D/A PEJABAT NAIB CANSELOR, 
UNIVERSITI MALAYSIA PAHANG, 



























































KILANG KELAPA SAWIT RAUB SDN 
















KELAB PENCINTA ALAM SEKITAR KUANTAN PAHANG (KUANTAN 












PERSATUAN KESEDARAN ALAM SEKITAR CAMERON HIGHLANDS 
(SOCIETY OF REGIONAL ENVIROMENTAL AWARENESS CAMERON 



































A7, 1ST FLOOR, JALAN TUN ISMAIL 2, 











NO.118-1, JALAN 2/23 A, TAMAN 











NO. 3, LORONG KURNIA JAYA 1, 



























































































































N of Replaced 
Missing Values 




Cases Creating Function First Last 
1 SA1_1 1 1 374 374 SMEAN(SA1) 
2 SA2_1 1 1 374 374 SMEAN(SA2) 
3 DA1_1 1 1 374 374 SMEAN(DA1) 
4 DA2_1 2 1 374 374 SMEAN(DA2) 
5 DA4_1 2 1 374 374 SMEAN(DA4) 
6 ROE1_1 1 1 374 374 SMEAN(ROE1) 
7 SEA2_1 1 1 374 374 SMEAN(SEA2) 
8 UOE1_1 1 1 374 374 SMEAN(UOE1) 
9 UOE3_1 1 1 374 374 SMEAN(UOE3) 
10 II1_1 1 1 374 374 SMEAN(II1) 
11 II2_1 1 1 374 374 SMEAN(II2) 
12 II4_1 1 1 374 374 SMEAN(II4) 
13 IC1_1 1 1 374 374 SMEAN(IC1) 
14 IM1_1 1 1 374 374 SMEAN(IM1) 
15 IM2_1 1 1 374 374 SMEAN(IM2) 
16 IS4_1 1 1 374 374 SMEAN(IS4) 
17 OCB4_1 1 1 374 374 SMEAN(OCB4) 
18 TP1_1 1 1 374 374 SMEAN(TP1) 







N of Replaced 
Missing 
Values 




Cases Creating Function First Last 
1 DA2_1 1 1 383 383 SMEAN(DA2) 
2 DA3_1 2 1 383 383 SMEAN(DA3) 
3 UOE2_1 1 1 383 383 SMEAN(UOE2) 
4 OEA1_1 1 1 383 383 SMEAN(OEA1) 
5 EC2_1 2 1 383 383 SMEAN(EC2) 
6 EC3_1 1 1 383 383 SMEAN(EC3) 
7 IC2_1 2 1 383 383 SMEAN(IC2) 
8 PER2_1 1 1 383 383 SMEAN(PER2) 
9 PER3_1 1 1 383 383 SMEAN(PER3) 
10 TPP1_1 1 1 383 383 SMEAN(TPP1) 
11 TPP3_1 3 1 383 383 SMEAN(TPP3) 




Appendix X: Descriptive Statistics and Data Normality 
Descriptive Statistics & Data Normality (Malaysia) 
 
N Mean Std. Deviation Skewness Kurtosis 
Statistic Statistic Statistic Statistic Std. Error Statistic 
Std. 
Error 
SA 374 1.8348 .51264 -.219 .126 -.843 .252 
DA 374 4.0460 .36393 -.459 .126 .003 .252 
ROE 374 3.9812 1.00579 -.725 .126 -.491 .252 
SEA 374 4.0467 .85260 -.665 .126 -.015 .252 
UOE 374 4.0522 .84922 -.751 .126 .270 .252 
OEA 374 3.8837 1.00593 -.635 .126 -.401 .252 
EI 374 3.9909 .77305 -.385 .126 -.096 .252 
EC 374 3.7988 .83863 -.466 .126 -.287 .252 
II 374 3.7688 .67821 -.478 .126 -.291 .252 
IC 374 3.7672 .91231 -.664 .126 -.037 .252 
IM 374 3.9020 .99567 -.612 .126 -.642 .252 
IS 374 3.3866 1.27150 -.496 .126 -1.477 .252 
PTL 374 3.7061 .63486 -.368 .126 -.440 .252 
PES 374 3.8545 .99738 -.807 .126 .038 .252 
FEE 374 3.7734 .79960 -.696 .126 -.158 .252 
PER 374 3.6918 .78832 -.373 .126 .434 .252 
TP 374 3.9967 .66944 -.574 .126 .188 .252 
OCB 374 3.4822 .50962 -.625 .126 .168 .252 
 




Deviation Skewness Kurtosis 
Statistic Statistic Statistic Statistic Std. Error Statistic Std. Error 
SA 383 1.8158 .52131 -.184 .125 -.923 .249 
DA 383 4.0478 .36038 -.474 .125 .060 .249 
ROE 383 3.5220 .79170 -.357 .125 -.463 .249 
SEA 383 3.4918 1.07079 -.451 .125 -1.176 .249 
UOE 383 3.9795 .81588 -.534 .125 -.417 .249 
OEA 383 3.5351 .85307 -.635 .125 .047 .249 
EI 383 3.6321 .58465 -.297 .125 -.592 .249 
EC 383 3.5139 .68062 -.369 .125 -.163 .249 
II 383 3.7106 .70668 -.524 .125 -.065 .249 
IC 383 3.8893 .68959 -.516 .125 -.071 .249 
IM 383 3.8433 .75821 -.764 .125 .341 .249 
IS 383 3.9237 .92554 -.627 .125 -.012 .249 
PTL 383 3.8417 .61833 -.619 .125 .351 .249 
FEE 383 3.6704 .81253 -.484 .125 .627 .249 
OCB 383 3.9056 .55521 -.598 .125 .155 .249 
PER 383 3.7778 .79240 -.715 .125 -.111 .249 
TP 383 3.4320 .62602 -.534 .125 -.114 .249 



































































Histograms with Normality Plots (Continued) 
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